Introduction and Aim: Human resources with the quality of desirable performance are the most important assets of the organization and increase the probability of success, survival, and progress of the organization. Midwives have a critical role in promoting the health of mothers and infants and survey the relationship between job motivation and organizational commitment can help health system managers and planners to improve the quality of the services provided. Methods: This is a cross-sectional and correlational study; samples of midwives in Arak University of Medical Sciences were selected by stratified sampling with proportional allocation method. The instrument of gathering was demographic information questionnaire, Herzberg's job motivation, and organizational commitment of Allen and Meyer. Data were analyzed by SPSS 16 software and (P < 0.05) were considered significant. Results: There was a significant relationship between job motivation and organizational commitment and their dimensions (r = 0.68, P < 0.001). The highest correlation between job motivation and emotional commitment (r = 0.77), normative commitment (r = 0.62), and continuous commitment (r = 0.55). The most related emotional commitment by way of communication (r = 0.74), continuous commitment to salary and wages (r = 0.54), and normative commitment with the nature of midwifery was r = 0.61. Conclusion: The results show the importance of communication dimensions, salaries, and wages and the nature of job in the commitment of midwives in Markazi Province. More attention from health system administrators to these dimensions can be useful in increasing the motivation and organizational commitment of midwives in this province.
Introduction
Job motivation is the motive for need satisfaction and orientation and the factor that drives interests, perseverance, and willingness to achieve organizational goals. Creating job motivation is one of the most important responsibilities of managers, which also indicates the importance of leadership in the organization. [1] Job motivation is the main instrument for regulating the staff behavior, [2] and attempts to motivate the staff to better perform their organizational responsibilities can include encouraging and rewarding them in order to boost their spirits and enhance their efficiency, which can be effective in increasing their motivation. [3] Having committed staff is
The relationship between job motivation and its dimensions with organizational commitment and its dimensions in midwives of sanitary and therapeutic centers, Arak University of Medical Sciences, 2017 associated with efficiency, better performance, and more success. Furthermore, strong commitment enhances job satisfaction, motivation, performance, and creativity and decreases absences from work and quitting service among the staff. [4] Committed staff direct the organization toward competitive advantages through creating processes. [5] Since there is a close relationship between commitment and job satisfaction, [6] job satisfaction and organizational commitment affect efficiency and performance and reduce absences and replacements. [7] Midwives have the responsibility to provide pregnancy and delivery care, pregnancy health, and decreased mortality and morbidity among mothers and children. [8] Given the vital nature of the kind of service they provide, the diversity of their employment location, the centrality of Markazi Province in the country, easier access to the target population and environment, their workload, job stress in educational, medical, and health-care settings which can affect midwives' commitment and motivation employed in these centers, the researcher set out to investigate the relationship between job motivation and organizational commitment among midwives employed by Arak University of Medical Sciences, so that policy-makers and health-care planners and managers in the province can benefit from the results.
Materials and Methods
This is a cross-sectional correlational study. The target setting is all the educational and health-care centers affiliated with Arak University of Medical Sciences. The study population is the midwives employed by Arak University of Medical Sciences.
The researcher conducted the sampling in the health-care centers affiliated with Arak University of Medical Sciences using a stratified sampling procedure with proportional allocation after gaining approval from the Ethics Committee with the reference number IR.IUMS.REC.1395.9313593002, obtaining permission for conducting the study from Iran University of Medical Sciences, and obtaining the introduction letter and the required licenses from Arak University of Medical Sciences. The sample size was determined at the confidence interval of 95% and a study power effect of 80%, assuming that the correlation coefficient between job motivation, cognitive ability, and organizational commitment in the employed midwives needs to be R = 0/2 in order for the relationship between these variables to be considered statistically significant. Sample size was estimated by assigning the values in the following formula. It should be mentioned that based on a confidence interval of 95%, α 1-2 Z = 1 / 9 6 , and based on a power effect of 80%, 1-Z = 0 / 84 β the sample size was estimated to be n = 194.
After determining the sample size in each stratum, the midwives who met the criteria for entering the study were informed about the research objectives and were assured about the confidentiality of the data. Given the abundance of choices for degree of importance, the "very important" and "important" choices were put in one category titled "being important," and the choices "not very important" and "not important at all" were put in one category titled "not being important" for each of the five mental or internal factors and the six health or external factors, and the responses were score accordingly. The score 4 was given to the "very important" response, and "not important at all" response received the score 1. The validity of the questionnaire was confirmed using a content validity approach, and its reliability was estimated to r = 0.92 by Jabbari et al. using a retest measure. [9] Allen Meyer's organizational commitment questionnaire includes 24 questions with three components of affective commitment, continuance commitment, and normative commitment. Each component contains 8 questions scale on a 7-point Likert scale from "strongly agree" to "strongly disagree" and scored from 1 to 7, respectively. Questions 1-8 are related to affective commitment, questions 9-16 to continuance commitments, and questions 17-24 investigate normative commitment. To get obtain the total score for the questionnaire, the scores for each of the individual items are added up and considered as the total score. Higher scores indicate stronger commitment and vice versa. The scores range is between 24 and 168. It should be noted that question numbers 4, 5, 6, 8, 9, 10, 15, 16, 17, 18, 19, 21 , and 24 have a reverse scoring method. The validity of the questionnaire was confirmed using a face validity approach, and its reliability coefficient was estimated to be 0.77 for the affective component, 0.79 for the continuance component, and 0.61 for the normative component, using Cronbach's alpha. [10] The data gathered through the questionnaires were analyzed using descriptive and inferential statistical procedures in Statistical Package for the Social Sciences (SPSS) version 22.0 Student Version for windows (IBM SPSS Statistics, United States).
Results
The mean age for the midwives was 32.5 ± 7 with the majority of them (49.2%) being under 29 and with an age range of 22-47. 65.5% were married and 77.2% had a bachelor's degree. They had a mean work experience of 7.43 ± 6.29 years and a mean work experience of working in the delivery room of 4.86 ± 5.52 years.
The mean and standard deviation for the motivation of the staff was 73.27 ± 33.96. The lowest motivation score was 42 and the highest 138 out of 200. The most important motivating factors were the nature of the job, supervision and monitoring method, job progress and development, appreciation and acknowledgment, workplace conditions, job security, salary and wages, communication and policy in the workplace, job position, and responsibilities, respectively. Nearly 70.4% of the midwives reported the nature of the midwifery job as the most important factor in internal motivation, and 69.8% reported supervision and monitoring method as the most important factor in external motivation.
The mean and standard deviation was 46.96 ± 26.60 for external motivation and 27.16 ± 8.37 for internal motivation. External motivation factors are more effective than internal motivation factors.
The total score and standard deviation for organizational commitment was 87.89 ± 27.62. The score and standard deviation for the affective, continuance, and normative components was 28.55 ± 8.91, 28.56 ± 8.91, and 29.07 ± 11.19, respectively.
Based on the questionnaire responses, the lowest and the highest score was 24-168 for organizational commitment and 8-56 for its three components (affective, continuance, and normative commitment).
The Pearson correlation test showed a significant relationship between job motivation and organizational commitment and its components (P < 0.001, r = 0.68). The highest relationship with job motivation was found for supervision and monitoring dimension (r = 0.67) and the lowest for job responsibilities (r = 0.55).
The relationship between affective commitment and job motivation was (r = 0.77), then with normative commitment (r = 0.62), and continuance commitment (r = 0.55). The strongest correlations were found between affective commitment and supervision and monitoring method (r = 0.74), continuance commitment and salary and wages (r = 0.54), and normative commitment and the nature of the job (r = 0.61).
The Table 1 shows that 68.6% of the participants consider the above factors to be effective in motivation, and the mean and standard deviation for motivation was 73.27 ± 33.96. The most important motivating factors were the nature of job, supervision and monitoring method, job progress and development, appreciation and acknowledgment, workplace conditions, job security, salary and wages, communication and policy in the workplace, and job responsibilities and position. Table 2 shows the numerical indices for organizational commitment and its components.
According to the Table 2 , the mean and standard deviation for organizational commitment was 87.89 ± 27.62. The mean and standard deviation for the affective, continuance, and normative components was 28.55 ± 8.91, 28.56 ± 8.91, and 29.07 ± 11.19, respectively. The lowest and highest score was 24-168 for organizational commitment and 8-56 for its components (affective, continuance, and normative commitment), with higher scores indicating stronger total and componential organizational commitment. Table 3 shows the relationship between motivation and its components with organizational commitment and its components in midwives employed by Arak University of Medical Sciences in 2017.
According to the results of the Pearson correlation test [ Table 3 ], there is a significant relationship between job motivation and organizational commitment and its components (P < 0.001, r = 0.68). The highest correlation was found between the components of job motivation related to supervision and monitoring dimension (r = 0.67) and the lowest was for job responsibilities (r = 0.55). The strongest correlation was found between job motivation and affective commitment (r = 0.77), normative commitment (r = 0.62), and continuance commitment (r = 0.55). The strongest relationships were found between affective commitment and communication method (r = 0.74), continuance commitment and salary and wages (r = 0.54), and normative commitment and the nature of job (r = 0.61).
Discussion
Herzberg's two-factor theory is one of the most comprehensive theories of job motivation which classifies effective factors into the two groups of motivational and health factors. Health factors eliminate dissatisfaction in people, and motivational factors increase their work motivation. [11] It is necessary to know effective factors in the creation of job motivation in order to enhance efficiency, job satisfaction, and organizational commitment. A study by Hoseyni et al. (2014) titled "investigating effective factors in job motivation of faculty members of Yazd University of Medical Sciences" showed that external motivating factors are more important than internal motivating factors, and that job security, salary and wages, workplace conditions, job position and promotion, job progress, and development are the most important factors, respectively, [12] which is in line with the results of the present study and shows that it is necessary to pay more attention to external motivation factors. Manzoor et al. investigated job motivation factors in faculty members of Rafsanjan University of Medical Sciences based on Herzberg's two-factor theory and showed that, in order of importance, the external factors, i.e., salary and wages, job security, workplace conditions, communication method with others, supervision and monitoring, and the policy in the workplace are the most important once, and that, in order of importance, the internal factors, i.e., the nature of job, appreciation and acknowledgment, and job progress and success are the most effective factors in the creation of job motivation and job security, [13] which is in line with our emphasis on external factors over internal ones.
In a study by Baradaran-Kazemzadeh (2009) titled "investigating job motivation factors in an organization" which was done based on Herzberg's theory, the results showed that, in most organizations, health or external factors have lower means compared to internal motivation factors and argued that people had job dissatisfaction. Of the health factors, justice and fairness, policy and regulations in the organization, supervision and monitoring, management, and salary are of greatest importance, respectively. [11] In the resent study as well, external factors were more important, and the obtained mean score for the external factors was higher than the mean score for the internal factors. Therefore, it can be concluded that paying more attention to these factors can be effective in enhancing the midwives' motivation.
The results of a study by Ansar-Foumany (2015) titled "the relationship between job motivation, job attachment, and organizational commitment in teachers with the managers' efficiency in the Education Department of Zanjan Province," it was shown that there is a relationship between job motivation, job attachment, and organizational commitment. A significant positive relationship was found between teachers' motivation and the managers' efficiency (P < 0.001) and between job motivation, job attachment, and organizational commitment in teachers and efficiency (P < 0.001), [9] which is in line with the results of the present study. A study by Saatchi (2008) titled "investigating the relationship between job motivation in managers and job satisfaction and organizational commitment in teachers in secondary schools in the city of Marvdasht," no significant relationship was found between the three variables of teachers' job motivation, job satisfaction, and organizational commitment, and that the managers' motivation does not cause commitment in the staff, [14] and that more attention needs to be paid to the important role of human force in organizations.
Conclusion
The most important motivating factors in Arak midwives were found to be the nature of job, supervision and monitoring method, job progress and development, appreciation and acknowledgment, workplace conditions, job security, salary and wages, communication and policy in the workplace, job position, and responsibilities in the workplace, respectively. The most important internal motivating factor in the midwives was the nature of job, which was very effective in the creation of motivation. Supervision and monitoring method had the strongest relationship as an external factor with the midwives' motivation. External motivation factors were more effective than internal motivation factors in the midwives employed by Arak University of Medical Sciences in the creation of motivation. The highest commitment score was for the normative component, followed by the continuance and affective components. The mean commitment score for midwives employed by Arak University of Sciences is lower compared to similar studies done in the same filed in the country, a fact pointing to the necessity of investigating effective factors on organizational commitment in the midwives employed by Arak University of Medical Sciences.
There was a significant relationship between job motivation and organizational commitment and its components. The highest correlation was with the supervision and monitoring dimension and the lowest with job responsibilities. Job motivation was most strongly related to affective commitment, normative commitment, and continuance commitment, respectively. Affective commitment was most strongly related to communication method, and continuance commitment was most strongly related to salary and wages, and normative commitment was most strongly related to the nature of job in the midwives of Arak University of Medical Sciences.
Given the lower score for organizational commitment in midwives of Arak University of Medical Sciences compared to midwives in other similar studies, it seems necessary that managers in the health-care system of Arak University of Medical Sciences investigate the issue and take the required measures in order to promote organizational commitment in the midwives of the province.
Autonomy, merit, job efficiency, and job meaningfulness are related to normative commitment, and autonomy and merit are related to continuance commitment. Therefore, the authorities and the managers can take effective measure toward enhancing the midwives' organizational commitment by giving them more autonomy and discretion.
